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Abstract 
The aim of this study is to determine the relationship between the favouritism behaviours of secondary school 
administrators and organizational commitment of teachers. The research population consists of 3403 teachers from 64 
secondary schools in the central district of Diyarbakir/Turkey in the academic year of 2016-2017. The data collection 
instrument was applied to randomly selected 376 teachers from 22 schools. "Favoutism in the School Management 
Scale", developed by Erdem and Meric (2012) and three dimensional "Organizational Commitment Scale", developed 
by Meyer, Allen and Smith (1993) and adapted into Turkish by Dağlı, Elçiçek and Han (2017) were used in this 
research. The arithmetic mean, standard deviation were used in the analysis of data. The relationship between favoritism 
and organizational commitment behaviour was studied using Spearman Correlation Coefficient. Some important 
findings obtained in the research can be listed as follows: Teachers participated the overall mean of "Favouritism in the 
School Management Scale" at "sometimes" level (M=2.86). According to teachers’ perceptions, the dimensions with the 
highest means are in order; (1) Planning (M=3,121; Sometimes), (2) Coordination (M=2,961; Sometimes), (3) 
Evaluation (M=2, 368; Sometimes) and (4) Organization (M= 2,936; Sometimes). Teachers participated the overall 
mean of "Organizational Commitment Scale" at "not sure" level. According to teachers’ perceptions, the dimensions 
with the highest means related to organizational commitment are in order; (1) Affective commitment (M=3,07; Neutral), 
(2) Continuance Commitment (M= 2,79; Neutral) and (3) Normative Commitment (M= 2,63; Neutral). In the study, a 
moderate level of negatively significant relationship was found between favouritism behaviours of school 
administrators and organizational commitment of teachers. (r = -.359, p < .01). The more favouritism behaviours of 
school administrators are, the less organizatioal commitment of teachers are.  
Keywords: favouritism, favouritism in school management, commitment, organizational commitment 
1. Introduction 
In the globalization world, concept such as equality, transparancy accountability, rights and fairness have been very 
often pronounced in every aspect of life and the administrators who do not give importance to these concepts in their 
applications have been in the centre of the criticism. The administrators taking aforementioned concepts into 
consideration while carrying out management activities are mostly appreciated whereas the administrators who do not 
take the objective criteras such as competence and proficiency into account in their practices have been criticized on the 
grounds that they are favoring (Meric and Erdem, 2013: 468). 
Favouritism is the choice of an individual or group with equal rights to other individuals or groups (Roy and Roy, 2004: 
238). Favouritism is the tendency to deviate from rights and justice for the benefit of just a person or a group (Erdem, 
2010: 1). It is favoring a person not because he or she is doing the best job but rather because of some extraneous 
feature-membership in a favored group, personal likes and dislikes, etc (Nadler and Schulman, 2006). It can also be 
defined as giving priority to friendship or kinship relations rather than qualitative ones in the selection of a specific staff 
(Oren, 2007: 84). Favouritism is giving primacy to kinship, friendship relations or political and religious partisanship 
into the appointment or promotion for the public services. It can also be defined as directing public resources in favor of 
political power and the electorate (Akozer, 2013:16). 
                                                        
This study was formed and partially developed from Zuhal AKYOL’s master thesis which was prepared under the 
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According to Kim (2004) favoritism, which is now a reality in most countries, demonstrates democracy 
underdevelopment and is one of the main reasons for lack of productivity (cited in Demaj, 2012: 24). The history of 
corruption is nearly as old as the history of the governments. Unfortunately, corruption has been encountered in every 
period of history and everywhere in the World. A Sumerian tablet dating back to 4000 B.C. at the Istanbul Archaelogical 
Museum, deciphered by Sumerologist Veysel Donbaz is accepted as the first document of bribery. In that tablet, called 
“Sumer School Days” a student who fails in the school is told. This student’s parents want their child to be successful in 
his lessons. For this purpose, they invite the teacher to their homes and feed him, and give him a number of gifts. All the 
night continues in the same way in the written tablet. The answer of the question, “what happens afterwards?” is 
explained in the rest of the tablet and the unsuccessful student suddenly becomes the most successful of the class. 
What’s more, this student is being made the chief of the class, that’s to say he becomes the president of the class (Tarhan, 
Genckaya, Ergul, Ozsemerci and Ozbaran, 2006: 33). 
When the reasons why people engage in favouritism behaviours and attitudes, material and spiritual profits of both the 
favoring and favored come to mind. The person favoring the others gets back the compensation of the favouritism in 
some way. This compensation can be in the form of acquiring income, prestige and power or being supported by the 
others (Ozkanan and Erdem, 2014: 181). As the person favored has a sense of gratitude towards the person who favors, 
he shows this in the form of respect, gratitude, attachment, loyalty, gift and bribe. In this way, the person who favors 
gains income, prestige and power and he strengthens his position. As for the person who is favored, he reaches 
temporary and instant opportunities and facilities (Aytac and İlhan, 2010: 63). Because of the fact that favouritism 
relations provoke inequality and cause to unfair practices, they have been reduced by some prohibitive rules. However, 
such applications are still quite common in almost every industry and give an institutionalized view (Aytac, 2010a: 5).  
According to Zingales (2012), cronyism represses freedom of speech, eliminates the incentive to study and jeopardizes 
career opportunities. Favouritism leads to weakness for the favored ones, it also causes work loss and failure in terms of 
the business environment as success and talent are not taken into consideration. 
Favouritism could be identified in one or more of the following ways (Ramanchander, 2011):  
1. The superior spends too much time and socialises more with the favourite employee than any other employee 
in the organisation  
2. The superior confides in the favourite employee and discusses all the confidential issues  
3. The superior commends the favourite employee for even a small achievement that others are not praised for 
4. The superior overlooks even the mistakes made by the favourite employee 
5. The superior gives additional benefits and assistance for completion of the task to the favourite employee  
6. The superior takes advises of the favourite employee without gauging the pros and cons even in issues 
relating to emoluments of other employees  
7. Above all, the favourite employee enjoys more benefits like better office, added perquisites and benefits than 
others who are in the same position. 
As the favouritism is a very comprehensive term, it has been dealt with in a wide variety of ways by the authors. For 
example, Ozkanan and Erdem (2014) took the favouritism into consideration in the forms of (1) nepotism, (2) cronyism, 
(3) partisanship, (4) service favouritism, (5) clientalism. Aydogan (2009) and Polat and Kazak (2014) divided 
favouritism into three as (1) nepotism, (2) cronyism and (3) patronage. Celik and Erdem (2012) categorised favouritism 
in two forms: (1) man-favoring and (2) service favouritism. Meric (2012) dealt with the types of favouritism in more 
detail than other authors. He took favourtisim under 6 titles. These are (1) nepotism, (2) cronyism, (3) partisanship, (4) 
service favouritism, (5) patronage and (6) sexual favouritism. In this study, the types of favouritism, which were 
suggested by Meric (2012) and thought to be common in public institutions, were discussed and described briefly 
below. 
1. Nepotism: It is called nepotism to employ or promote persons who do not have the qualifications required by 
the job, regardless of factors such as skill, ability, success and level of education, just on the basis of kinship 
relationships (Ozler, Ergun-Ozler and Gumustekin-eren, 2007: 438; Dökumbilek, 2010: 44). Nepotism is the practice of 
unfairly giving the best jobs to members of your family when you are in a position of power (Longman, 2014: 1101). 
From an organizational perspective, nepotism can have several negative consequences. First, nepotism may result in 
reduced faitness perceptions. Second, perceived nepotism and cronyism may lead to increased job stress among 
organizational employees, for example, as a consequence of conflicts when dealing with underqualified employees that 
are hired because of nepotism. Third, nepotism is associated with lowered organizational satisfaction and commitment 
(Hooft and Stout, 2012: 77, 78). Patgett and Morris (2005) reported that people had lower organizational commitment 
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when their supervisor was hired based on nepotism (cited in Hooft and Stout, 2012: 78).  
2. Cronyism: Cronyism is one particular form of organizational politics, which is a much broader concept 
comprising varied political behaviours. Generally, cronyism is favouritism shown to associates without regard to their 
qualifications. Often, decisions are based on who is liked and not premised on merit. For example, an employee with a 
good performance record loses out on a promotion or pay increase because the person in charge favoured another 
person on the basis of friend-friend, informal relationship. Thus, merit takes a back seat in cronyism, as it is favouritism 
that determines who gets ahead (Khatri, Ya Wen, Fuei and Geok, 2008: 5). Cronyism is the favoring of public servants 
on the basis of peer-friendly relations instead of equality and merit in the recruitment of the work (Ozsemerci, 2003: 29). 
In “real” politics, cronyism is often used synonymously with corruption. The World Bank broadly defines corruption as 
“the abuse of public office for private gain” (Bottelier, 1998; cited in Khatri, Ya Wen, Fuei and Geok, 2008: 4). 
Cronyism is a similar concept to nepotism. The only difference between them is that nepotism is favoring of individuals 
from the same family and in the nepotism the person who is favored is brought to a position that he does not deserve 
because of his family ties, not thanks to his abilities (Ozkanan and Erdem, 2014: 190). 
3. Political Favouritism (Partisanship): After the political parties come to power, they make a priviliged process to 
the voter groups supporting them and they provide unfair benefits to these groups. This situation is called political 
favourtism (Tarhan, Genckaya, Ergul, Ozsemerci and Ozbaran, 2006: 30; Ozkanan and Erdem, 2014: 192). The political 
parties that come to power would like to employ their supporters or political party members in public institutions and 
organizations. This practice that is very widespread in many countries not only damages neutrality but it is also the most 
important factor preventing effective and productive functioning of the public administration (Yıldırım, 2013: 359). 
4. Service Favourtisim: In order to remain in power again, in the upcoming elections, the political power allocates 
budget allocations to its own sectorial regions in a way that maximizes its votes. As a result of this, budget resources 
will have been looted. With such a corruption, in the distribution of public resources, settlement areas and needs are not 
taken into account and services are taken to the political powers’ own constituencies (Tarhan, Genckaya, Ergul, 
Ozsemerci and Ozbaran, 2006: 31). Yılmaz and Kılavuz (2002) evaluate service favouritism as type of political 
favouritism and define this favouritism type as allocating budget appropriations to the electoral district to maximize the 
power’s votes. 
5. Patronage: It can be defined as being supported or armored by someone in the upper position (Karakas and Cak, 
2007: 78). When political parties, in the political process, dismiss “senior bureaucrats” working in public institutions 
and organizations and assign new people to these tasks based on the factors such as political loyalism, ideology, 
nepotism-kronism, this situation is called “patronage” in the literatüre (Tarhan, Genckaya, Ergul, Ozsemerci and 
Ozbaran, 2006: 31). 
6. Sexual Favourtitism: Sexual favoritism occurs when a supervisor grants benefits and/or promotions to an 
employee with whom he or she is having a sexual and/or romantic relationship, and in turn denies these benefits and/or 
promotions to qualified third-party employees. Not only is such preferential treatment unfair, but it also may cause great 
harm to third-party employees, to the paramours, and to managers within the workplace. Regarding negative effects on 
third-party employees, one major concern associated with sexual favoritism is that employees are assessed according to 
their sexual conduct, rather than their work product. Favoritism may convey to employees that their sexuality, rather 
than their hard work or creativity, is the currency needed to gain benefits in the workplace. Third-party employees may 
feel threatened and uncomfortable as a result of this conduct. In addition, sexual favoritism may lead to lower office 
morale, as employees may become jealous and angry at officemates who use their sexuality to gain benefits (cited in 
Sheridan, 2007: 383, 384). In his opening speech in Parliament in 1994 former president Nelson Mandela said: 
"Freedom cannot be achieved unless women have been emancipated from all forms of oppression" (Prisloo, 2006: 305). 
One of the atrocities suffered by women and probably the most painful one is the sexual abuse they are subjected to. 
Sexual harassment constitutes a violation of the victims’ personality rights and freedom legally as well as the impacts of 
their psychological and physical health on the social and economic life (Bakırcı, 2000).  
On the other hand, school administrators are primarily responsible for realizing the aims of the schools, we call 
educational organizations. “School administrators should exhibit an attitude away from favouritism by being fair, 
objective and having an equal distance to the employees in the execution of the services of them. In the schools where 
the teachers having the perception that school administrators favor are working, education activities will also be 
negatively affected. If the teachers, who are the basic practitioners of the education, think that school administrators do 
not behave fairly in their practices, this affects both teachers’ relationship with each other and their relationship with 
school administrators, negatively (Meric and Erdem, 2013)”. 
On the other hand, commitment is a mental or emotional state developed for a person, group, and theory or teaching 
(Bakırcıoglu, 2012: 77). Organizational commitment requires adopting the organization whole heartedly, showing 
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respect to its goals, rules, strategies, norms and cultures and it also requires supporting the organization (Eren, 2010: 
555). Organizational commitment is also a psychological commitment to the environment in which the employee is 
employed (Becker, Billings, Eveleth and Gilbert, 1996: 464). There are two dominant conceptualizations of 
organizational commitment in sociological literature. There are an employee’s loyalty towards the organization and an 
employee’s intention to stay with the organization. Loyalty is an effective response to, and identification with, an 
organization based on, a sense of duty and responsibility (Muthuveloo and Che Rose, 2005: 1079). Many important 
contributions have been made by Allen and Meyer to the researches of organizational commitment. They define 
organizational commitment as a psychological state that binds the individual to the organization (i.e. makes turnover 
less likely) (Allen and Meyer, 1990: 14). At the same time, Allen and Meyer investigated organizational commitment 
under three dimensions: (1) Affective commitment, (2) continuance commitment, (3) normative commitment. These are 
briefly explained below.  
1. Affective Commitment: It represents the identification of employees with their organizations, their affiliation 
with the organization, and their emotional commitment to the organization (Allen and Meyer, 1996: 253). The 
employees with affective attachment are emotionally attached to the organization, they have a great desire to contribute 
to the organization, they prefer to do less absenteeism, and they work harder (Mathieu and Zajac, 1990). Affective 
commitment develops from positive work experiences such s job satisfaction and organizational justice and it is 
associated with desirable outcomes such as higher levels of organizational citizenship and lower levels of withdrawal 
(being absent and late) (Guney, 2015: 290). 
2. Continuance Commitment: It means that employees are aware of the costs that will arise if they leave their 
organization (Allen and Meyer, 1996: 253). The main reason for the emergence of continuance commitment is that 
staying in the organization for the individual brings a profit to himself on the other hand leaving work causes him harm. 
The second reason is that there are no business alternatives (Ozkalp and Kırel, 2013: 671). 
3. Normative Commitment: It expresses the commitment of employees towards the organization as a result of 
feeling of necessity (Allen and Meyer, 1996: 253). Normative commitment reflects the commitment of the employees to 
stay in the organization. Individuals’ commitment to the organization helps them demonstrate certain behavioural 
actions, not because they are asked to act in this way for personal benefits, but because they believe that their actions 
are correct and moral (Balay, 2014: 28). An important way to create normative commitment in organizations is to make 
employees feel indebted to the organization they work with (Ozkalp and Kırel, 2013: 672). 
When three forms of commitment increase, employees decide to remain in the organization; However, the motivation to 
remain in the first depends on the demand, the requirement in the second and the obligation in the third (Balay, 2014: 
28). On the other hand, according to Katz and Kahn (1977: 375, 438), it is not enough for the employees in an 
organization to be just physically involved in the organization; they should also be psychologically integrated with the 
system. Because of that, they say that in the schools, the basic goal of which is to train and convert people, employees 
are required to be willing do more than job descriptions. In this sense, teachers need organizational commitment to work 
more self-sacrificing towards the school and the students they work for (Balay, 2014: 5). Researchers have highlighted 
three commitments of the teachers regarding the school. These are the willingness to make efforts for school, the 
willingness to continue to work at school, and the acceptance of the educational goals and values of the school. 
Commitment to teaching as another commitment requires three conditions. These are the persistence of the teacher to 
make a difference in teaching, the expectation of the students about learning, the willingness to make the necessary 
effort to realize the teaching (Weber, 1997: 269; cited in Balay, 2014: 127).  
In general, the commitment of the teachers to their schools can be increased by taking following issues into 
consideration (Daglı and Gencdal, 2018: 166): School administrators; (1) should convince the school teachers that they 
act on behalf of the school’s employees. (2) Should have a constant sense of appreciation for each other with teachers. 
(3) Should take precautions to reduce job stress. (4) Should identify teachers who show outstanding achievement and 
ensure that they are rewarded by the higher authorities. (5) Should create an appropriate climate for learning. (6) Should 
value teachers and market hem involve with the issues that concern them. (7) Should strive to create a high level of 
internal motivation. (8) Should increase knowledge of the teachers by informing them about developing technology and 
developments. (9) Should establish a regular and disciplined environment. (10) Should provide suitable physical 
conditions. (11) Should provide the sources related to the education in place and on time. (12) Should show effort to 
provide a suitable course load for teachers.  
Organizational commitment has become one of the most researched issues in recent years. One reason why organizational 
commitment is being researched so much is that its impact is associated with job outcomes such as absenteeism, 
performance, motivation and dismissal behaviours. Therefore, all organizations would like to increase the level of 
commitment of their employees. It can be said that employees with a high commitment to the organization have made 
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extra efforts in fulfilling their duties and achieving organizational goals, and that such employees have positive relations 
with the organization and continue their membership for a longer period of time (Daglı and Gencdal, 2018). However, 
when the school administrators, included in the scope of public officials provide benefits for their own sake, relatives or 
third persons by using their duties, titles and powers and make nepotism, clientalism, political favouritism or any kind of 
favouritism, this will negatively affect organizational commitment of the teachers called as human-bred engineers. 
Some similar studies have been conducted directly and indirectly in Turkey and abroad on the favouritism behaviours of 
school administrators. For example; some studies have been made by Aydogan (2008, 2009, 2012), Meric (2012), Polat 
and Kazak (2014), Karahan and Yılmaz (2014), Aydın (2015), Argon (2015), Gecer (2015), Salcı (2015), Karademir 
(2016), Okcu and Ucar (2016) in Turkey; and in other countries, some research have been made by Pounder and Blase 
(1988), Abdalla, Magharabi and Ragged (1998), Laker and Williams (2003), Garicano, Palacios-Huerto and Prendergast 
(2005), Demaj (2012), Chandler (2012) and Moharib (2013). The most similar researches and related findings from 
these researches are summarized below: Aydogan (2009) tried to determine if there was favouritism in the Turkish 
education system. According to the results of the survey, teachers expressed that managers behaved in favouritism, 
albeit in part, on the basis of provincial and school basis. Aydogan made a research to determine if there was 
favouritism in Turkish universities, if so, what the type of favouritism existed and to reflect the view of the faculty 
members on the reasons of favouritism in 2012. In this research, it was determined that favouritism existed in the 
appointment of dean, manager and head of the department, in the selection of teaching staff for academic activities, in 
the provision of teaching materials to acuties and universities, in the lack of effective communication with some of the 
teaching staff, in the opening of new departments/in the establishment of new units and in the formation of the faculty 
committee. Meric (2012) conducted a research based on the teachers’ perceptions of whether school administrators in 
public primary schools affiliated to the Ministry of National Education are favoring in their practices or not. In the 
survey, it was found out that school administrators rarely favored in their practices. Polat and Kazak (2014) tried to 
determine the relationship between the favouritism attitudes and behaviours of school administrators and teachers’ 
perceptions regarding the organizational justice in their study. In this study, it was determined that there was a 
meaningful and negative relationship between the favouritism behaviours and attitudes of school administrators and 
teachers’ perceptions regarding organizational justice. In a study conducted by Karahan and Yılmaz (2014) it was 
concluded that there was a decrease in the commitment levels of the employees to the organization as the frequency of 
exposure to the nepotism increased. 
Aydın (2015) made a research in order to reveal the perceptions of teachers about organizational silence, favourtisim in 
school management and self-efficacy and explained the relationship between these variables. As a result of the research, 
it was revealed that teachers’ perception of favouritism in school management was low. Argon (2015) in her research 
tried to determine favouritism behaviours of primary school administrators in accordance with teacher opinions. 
According to findings of the research, the administrators favoured about the issues such as politics, co-friends, relatives, 
gender, union, award-punishment, appointment and their own interests. Gecer (2015) examined the relationship 
between the level of favourtisim and organizational support perception of teachers working in high schools in his 
research. As a result of the research, it was concluded that the teachers’ perceptions of favouritism were at “moderate 
level”. Salcı (2015) concluded that the commitment of the employees to their organizations decreased as the behaviour 
of favouritism increased in his research, called “The effect of nepotism on organizational commitment; a field research 
in tourism businesses of Mersin province”. Karademir (2016), in his study, examined the relationship between 
favouritism perceptions of secondary school teachers in school management and organizational cynicism. As a result of 
the study, it was determined that the teachers’ perception of favouritism in school management was low. Okcu and Ucar 
(2016), in their studies, tried to determine the impact of favouritism attitudes and behaviours of school administrators on 
the teachers’ organizational commitment. As a consequence of the study, it was determined that administrators’ attitudes 
and behaviour were at low level according to teachers’ perceptions and it was also found out that there was a moderate 
and negative level relationship between administrators’ favourtisim attitudes and behaviours and teachers’ 
organizational commitment. In their research, Pounder and Blase (1988) tried to determine what the policies in the 
school mean to the teachers. More than 1/3 of the teachers expressed that school administrators were favoring and more 
than 60% of the teachers revealed that favouritism made by the managers negatively affected their performance in the 
class. Laker and Williams (2003) made a research called “Nepotism’s effect on employee satisfaction and organizational 
commitment: An empirical study”. The result of the study showed that employees displayed unsatisfying attitudes when 
they felt favouritism and injustice. Demaj (2012) made a research on nepotism, favouritism and cronyism and their 
impact on organizational trust and commitment; the service sector case in Albania. According to the findings of the 
study, nepotism has negative effects on employees’ organizational trust and commitment. 
As we have seen, there is no direct sufficient number of researches related to this research in Turkey or in some other 
countries outside Turkey on the relationship between school administrators’ favouritism behaviours based on teachers’ 
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perceptions and their organizational commitment. Although the relationship between the teachers’ organizational 
commitment and favouritism behaviours of school administrators is important in terms of the essence of education, the 
fact that there is no direct sufficient number of research related to the subject makes it necessary. On the other hand, in 
the literature survey carried out, it was concluded that no research was conducted on the relationship between the 
teachers’ organizational commitment and favourtisim behaviours of school administrators based on the perceptions of 
the teachers in secondary schools in Diyarbakir province. And in this study, based on the perceptions of teachers in 
public secondary schools in Diyarbakir province, the relationship between teachers’ organizational commitment and 
favourtitism behaviours of secondary school administrators was tried to be investigated. It is hoped that the research 
will shed light on teachers, administrators in the survey and the researchers who will make a study on this topic.  
1.1 The Purpose of the Research 
The purpose of this study is to determine the relationship between the teachers’ organizational commitment and 
favourtisim behaviours of school administrators in public secondary schools. For this purpose, the following questions 
were asked: 
1. What are the perceptions of the teachers in secondary schools about the favouritism behaviours of school 
administrators? 
2. What are the perceptions of the teachers in secondary schools about organizational commitment? 
3. Is there a significant correlation between the perceptions of teachers in secondary schools regarding favouritism 
behaviours of school administrators and the perceptions of organizational commitment behaviour? 
2. Method 
This section focuses respectively on the model of the research, the universe and the sample, data collection tool and the 
analysis of the data. 
2.1 The Model of the Research 
In this study, survey and relational survey model was used. “In the survey model, the individual or object of the research 
is tried to be defined in their own conditions and as they are. In the relational survey model, we try to determine the 
degree or presence of change between two or more variables (Karasar, 2006: 77, 81)”. 
2.2 The Population and the Sample 
The Population of this research is composed of teachers working in secondary schools in Diyarbakir/Turkey central 
districts (Sur, Yenisehir, Kayapınar, Baglar) in 2016-2017 academic year. There are 64 secondary schools in Diyarbakir 
central districts in total and 3403 teachers are employed in these schools. The random method of sampling methods was 
used in the study. “In the random method, objects are chosen not at one point of the universe but all over the place. 
Everyone has equal chance to be chosen. It is impossible to predict who will be chosen beforehand (Kaptan, 1991: 
120)”. The sample of the study consists of 22 schools chosen from the universe by random method and 376 teachers are 
employed in these schools. 84,9% of the teachers who attended the survey had undergraduate degree and 15,1% of them 
had graduate degree. Also, 41,8%of them were female, 58,2% of them were male; 73,1% of them were married and 
26,9 % of them were single. 26,3 % of the teachers had seniority between 1 and 5 years, 19,7 %of them had seniority 
between 6 and 10 years, 30,1% of them had seniority between 11 and 15 years, 14,1 % of them had seniority between 
16 and 20 years and 9,8 % of them had seniority 21 years and over. 17 % of the schools where teachers work were small 
schools, 38,8 % of them were middle-sized schools and 49,2 %of them were big schools. 60,1 %of teachers had union 
membership, and the rest of the teachers, 39,9 %of them, didn’t have any union membership.  
2.3 Data Collection Tools 
The data of the study were obtained using the scale of “Favouritism in School Management” and “Organizational 
Commitment”. The information about data collection tools of the research are summarized below. 
1. Favouritism in School Management Scale: In this study, “Favoritism in School Management Scale” which was 
developed by Erdem and Meric (2012), the validity and reliability of which were determined, which was applied on the 
teachers employed in many public schools was used as a scale. The scale consists of 4 dimensions and 25 items. The 
first dimension “planning” consists of 4 items (1, 2,3,4), the second dimension “organization” consists of 7 items (5, 6, 
7, 8, 9, 10, 11), the third dimension “ coordination” consists of 5 items (12, 13, 14, 15, 16) and the fourth dimension 
“evaluation” consists of 9 items. The answers to the questions were rated as “always (5)”, “usually (4)”, “sometimes 
(3)”, “rarely (2)” and “never (1)”. While interpreting averages, the average values between 1.00 and 1.79 were accepted 
at “never” degree, the average values between 1.80 and 2.59 were accepted at “rarely” degree, the average values 
between 2.60 and 3.39 were accepted at “sometimes” degree, the average values between 3.40 and 4.19 were accepted 
at “usually” degree and the average values between 4.20 and 5.00 were accepted at “always” degree. 
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According to analysis made by Erdem and Meric (2012), the first factor of the scale describes 20, 963 % of total 
variance, the second factor describes 20, 579 % of it, the third factor describes 19, 723 % of it and the last factor 
describes 11, 798 % of it. All factors in total explain favouritism by 73%. It has been observed that the scale items have 
a minimum load value of 0, 416 and maximum load value of 0, 852. Cronbach’s alpha, a scale reliability test, was found 
to be 0.962 at the scale. The total correlations of items on the scale range from 0.487 to 0. 764. 
In this study, Cronbach’s alpha internal consistency coefficients belonging to the “Favouritism in School Management 
Scale” were determined for “planning”, 91; for “organization”,95; for “coordination” ,93; for “evaluation” ,94 and, 97 
for the whole scale. 
2. The Organizational Commitment Scale: In this study, the organizational commitment scale, developed by Meyer, 
Allen and Smith, and adapted into Turkish by Dagli, Elcicek and Han was used. This measurement tool used in the 
research consists of 3 dimensions and 18 items. The first dimension, “affective commitment” consists of 6 items (1, 
2,3,4,5, 6), the second dimension, “continuance commitment” consists of 6 items (7, 8, 9, 10, 11, 12) and the last 
dimension “normative commitment” consists of 6 items again (13, 14, 15, 16, 17, 18). The answers to the questions 
were rated as “certainly disagree (1)”,“I disagree (2)”, “I am neutral (3)”, “I agree (4)”, “I totally agree (5)”. While 
interpreting averages, the average values between 1.00 and 1.79 were accepted at “I certainly disagree”; the average 
values between 1.80 and 2.59 were accepted at “I disagree”; the average values between 2.60 and 3.39 were accepted at 
“I am not sure”; the average values between 3.40 and 4.19 were accepted at “I agree” and the average values between 
4.20 and 5.00 were accepted at “I totally agree”. In addition, items 3,4 and 5 in affective commitment and 13th item in 
normative commitment are designed as reverse items. Therefore, the points of these items were made in reverse. 
According to analysis made by Dagli, Elcicek and Han (2018), the first factor of the scale describes 35.418 % of total 
variance, the second factor of the scale describes 9.177%of it and the third scale describes 8.124% of the total variance. 
All factors explain organizational commitment in total by 52.719%. Factor loads for measurement are between .33 
and .80. All items other than 13.item (has .33 factor load) have a factor load over .40. When we look at the Cronbach’s 
alpha values, we see .80 at first dimension, .73 at second dimension, .80 at third dimension and .88 was determined at 
the total of the scale. It was determined that a single item did not meet .30 sub-limit criteria regarding the total 
correlation values for the measure (item 12). However, this item was also decided to stay on the scale with the opinion 
of the expert since it was at the limit of .20. The total correlation values of the items, except 12th item, range from 0.32 
to 0.73. 
In this study, Cronbach’s alpha internal consistency coefficients belonging to organizational commitment scale were 
determined as ,81 for affective commitment; 75 for continuance commitment; ,80 for normative commitment and ,89 
for the whole scale. 
2.4 The Analysis of Data 
The mean and standard deviation coefficient were used to determine the distribution of teachers’ favouritism and 
organizational commitment scores for the responses of first and second sub-objectives in the analysis of data. In the 
third sub-objective, Spearman’s sequential correlation was used to examine the relationship between favouritism and 
organizational commitment scores. Correlation is a statistical process that shows the amount and direction of the 
relationship between two data sets (Can, 2014: 347). Correlation coefficient both presses a meaning and it gives 
information about whether its direction is positive or negative. The correlation coefficient is between -1 and +1. When 
the correlation coefficient is zero, it signifies that there is no relationship between the measured data (Taylor, 1990: 36). 
As the correlation coefficient gets closer to +1, it underlies that the relationship is strengthened in the positive direction 
and as the correlation coefficient gets closer to -1, the relationship is strengthened in the negative direction. “When the 
correlation coefficient is between 0.70 and 1.00, it is defined as high-level relationship; if it is between 0.70 and 0.30, it 
is medium-level relationship and if it is between 0.30 and 0.00, it is defined as low-level relationship (Buyukozturk, 
2010: 32)”.  
3. Results 
In this section, the answers to the questions (1) What are the perceptions of the teachers in secondary schools about the 
favouritism behaviours of school administrators?(2) What are the perceptions of the teachers in secondary schools about 
organizational commitment? and (3) Is there a significant correlation between the perceptions of teachers in secondary 
schools regarding favouritism behaviours of school administrators and the perceptions of organizational commitment 
behaviour? are sought respectively. 
3.1 Findings Related to the Perceptions of Teachers About Favouritism Behaviours of School Administrators 
The mean, standard deviation scores and levels of the teachers’ perceptions about the behaviour of the school 
administrators in terms of dimension and scale are presented on Table-1. 
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Table 1. Findings related to the perceptions of teachers about favouritism behaviours of school administrators 
Dimension M Sd Level 
Planning 3,121 1,143 Sometimes 
Organization 2,936 1,105 Sometimes 
Coordination 2,961 1,221 Sometimes 
Evaluation 2,638 1,161 Sometimes 
Average of all scale 2,863 1.055 Sometimes 
As shown on Table 1, the highest mean of teachers’ perceptions about the favouritism behaviour of the school 
administrators is determined in the “planning” dimension and the lowest mean is determined in the “evaluation” 
dimension. 
3.2 Findings Related to Organizational Commitment Perceptions of the Teacher 
The mean, standard deviation scores and levels of teachers’ perceptions about organizational commitment in terms of 
dimension and scale are presented on Table-2 
Table 2. Findings Related to Organizational Commitment Perceptions of the Teacher 
Dimension M Sd Level 
Affective Commitment 3,07 1.01 Not sure 
Continuance Commitment 2,79 .65 Not sure 
Normative Commitment 2,63 .96 Not sure 
Average of all scale 2.89 1.31 Not sure 
As shown on Table-2, the highest mean of teachers’ perceptions about organizational commitment is determined in the 
“affective commitment” dimension and the lowest mean is determined in the “normative commitment” dimension. 
3.3 Findings on the Relationship between the Perceptions of Teachers about the Favouritism Behaviours of School 
Administrators and Organizational Commitment 
Findings on the relationship between the perceptions of teachers about the favouritism behaviours of school 
administrators and organizational commitment are presented on Table-3. 
Table3.Findings on the Relationship between the Perceptions of Teachers about the Favouritism Behaviours of School 











Favouritism (All Scale) 
R -,359** -,435** -0,005 -,341** 
P ,000 ,000 ,920 ,000 
N 376 376 376 376 
Planning 
R -,288** -,329** -0,013 -,282** 
P ,000 ,000 ,798 ,000 
N 376 376 376 376 
Organization 
R -,266** -,348** 0,026 -,254** 
P ,000 ,000 ,609 ,000 
N 376 376 376 376 
Coordination 
R -,379** -,464** -0,037 -,344** 
P ,000 ,000 ,472 ,000 
N 376 376 376 376 
Evaluation 
R -,379** -,441** -0,003 -,372** 
P ,000 ,000 ,959 ,000 
N 376 376 376 376 
**p < .01 
When Table-3 is examined, there is a negative directional and moderate level relationship between the favouritism and 
affective and normative dimensions of organizational commitment (r=-.435, p< .01);(r = -.341, p < .01). But there is no 
relationship between favouritism and continuance commitment of organizational commitment (r = -.005, p > .01). 
When the relationship between the subdimensions of favourtism and subdimensions of organizational commitment is 
examined, it is recognized that there is a negative directional and low-level relationship between planning 
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sub-dimension of favouritism and organizational commitment (r =-.288, p < .01). There is also a negative directional 
and moderate level relationship between planning and affective commitment (r =-.329, p < .01). But a negative 
directional and low-level relationship between planning and normative commitment was determined (r =-.282, p < .01). 
In addition, there is no relationship between planning and continuance commitment (r =-.013, p > .01). There is a 
negative directional and low-level relationship between organization sub-dimension of favouritism and organizational 
commitment(r =-.266, p < .01).There is also a negative directional and moderate level relationship between organization 
and affective commitment(r =-.348, p < .01).But a negative directional and low-level relationship between organization 
and normative commitment was determined (r =-.254, p < .01). However, there is no relationship between organization 
and continuance commitment(r =.026, p > .01). There is a negative directional and moderate-level relationship between 
coordination sub-dimension of favouritism and organizational commitment(r =-.379, p < .01). Also, a moderate-level 
and a negative directional relationship exists between coordination and affective and normative commitment (r =-.464, p 
< .01),(r =-.344, p < .01). But, a significant relationship between coordination and continuance commitment wasn’t 
determined (r = -.037, p > .01). There is a negative directional and moderate-level relationship between evaluation 
sub-dimension of favouritism and organizational commitment(r =-.379, p < .01).At the same time, a moderate-level and 
a negative directional relationship exists between evaluation and affective and normative commitment.(r =-.441, p < .01), 
(r =-.372, p < .01). However, a significant relationship between evaluation and continuance commitment wasn’t 
determined(r = -.003, p > .01). 
On the other hand, it was found out that there was a negative directional and moderate level relationship between the 
teachers’ perceptions regarding favouritism behaviours of school administrators and organizational commitment (r=-359, 
p < .01). 
4. Discussion 
In this section, the results of the research were interpreted and discussed in relation to the results other studies in the 
field of research. 
In this study, “the relationship between the perceptions of teachers in public secondary schools regarding favouritism 
behaviours of their school administrators and their organizational commitment perceptions” was investigated. In the 
study, teachers participated total average of the favouritism scale at “sometimes” level. In a study conducted by Meric 
(2012), according to teacher perceptions, school administrators favored at rarely level. In the research conducted by 
Polat and Kazak (2014), favouritism behaviours of school administrators were determined at a low-level according to 
teachers’ perceptions. In a study conducted by Karademir (2016), it was determined that school administrators favored 
at low-level according to teachers’ perceptions. It can be said that the results of these researches are close to each other 
and support existing research findings. Favouritism is a form of twisted relationship established by close relationship 
networks (Aytac, 2010b). When it is believed that favouritism exists in an organization, it may lead to a number of 
negative consequences for the employees of the organization. It can decrease the performance of the employees, reduce 
organizational commitment, increase stress and cause business dissatisfaction (Celik and Erdem, 2012: 28). For this 
reason, the problem of favouritism in organizations should be solved at the first stage as Ramanchander (2011) said. 
Otherwise, this condition may result in reactions such as other employees’ disliking workplace, keeping information, 
frequent discussions in the business environment, lack of confidence, having an attitude against the boss or the person 
who is favored. 
The average of the teachers’ perceptions involved in the study was determined at “sometimes” level for the dimensions 
of “planning (M=3, 12)”, “organization (M=2, 93)”, “coordination (M= 2, 96)” and “evaluation (M= 2,63)”.As it is 
seen, the highest average related to favouritism can be said to be in the “planning” dimension. In other words, it can be 
said that school administrators behave a little more favorably when they prepare teachers’ weekly and guard schedules, 
plan their class and lesson distribution. On the other hand, the lowest average on the basis of dimension was determined 
in the “evaluation” dimension. In other words, according to teachers’ perceptions, it was determined that school 
administrators behaved favorably the least at the following issues: the unions of which teachers are members, their 
gender, political opinions, the vocational seniority, their country, branches, giving performance evaluation mark to the 
teachers, the offer of the teachers to be rewarded, the appointment of the teachers who neglect their duties. In a survey 
conducted by Aydın (2015), teachers stated that favouritism behaviours of school administrators were at low- level at 
the planning and organization (M=2,11), coordination (M= 2,10) and evaluation (M=1,99) dimensions. Also in the 
related research, the highest mean was in the planning, the lowest mean was in the evaluation dimensions. The findings 
of this study support the current research. It is important to know which motivations lie under favouritism relations and 
the dissemination of them. The existence of different groups, various interest groups and different types belonging 
matrixes in the society agitates for the emergence of discrimination, inequality or injustice. Different groups take the 
situation of marginalizing, negative or even hostile attitude against each other and they enter into a poignant attitude by 
making a distinction as “we” and “they”. Not being from “us”, being from outside group, community, tribe, ..etc pushes 
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us to be insensitive to the rights of other groups, even makes us opposed to them (Aytac and İlhan, 2010: 70). 
The average of the teachers’ perceptions regarding organizational commitment was determined at the level of “neutral” 
for the whole scale. This finding can be interpreted as the lack of awareness about the problems in case of leaving the 
organization, obligation to continue employment with the school and feelings of responsibilities regarding identification 
with the organization and participation into the it. On the other hand, in a survey carried out by Dagli and Gencdal 
(2018), teachers’ perceptions of organizational commitment were determined at the level of “neutral” for the whole 
scale. 
In the present study, it was determined that the highest average in terms of dimension was in “affective commitment” 
and the lowest average was in “normative commitment”. In the studies carried out by Dagli and Gencdal (2018), 
Bozkurt ad Yurt (2013), Boylu, Pelit and Gucer (2007), the highest average was determined in “affective commitment” 
and the lowest average was in “normative commitment”. As a matter of fact, the most desired situation regarding the 
importance of these dimensions in the relevant literature about organizational commitment is the high affective 
commitment of the employees (Brown, 2003: 41; Akt. Boylu, Pelit and Gocer, 2007). According to Afsar (2011: 10), 
individuals with high affective commitment remain in the organization as they wish and they are willing to make great 
efforts for the interests of the organization. Therefore, affective commitment is the type of commitment that is the most 
desirable one in organizations and that is required to be instilled to employees. In the present study, continuance 
commitment has the highest average after the affective commitment. According to Afsar (2011: 10), individuals with a 
high continuance commitment consider it necessary to stay in the organization so as to avoid financial and/ or other 
losses and that is an undesirable type of commitment for organizations. In the present study, the lowest mean was found 
to be in the normative commitment. If employees perceive that their organizations make important investments for them, 
they can have a sense of normative commitment to the organization in order to pay for this investment. For example, 
suppose that the organization sends some of its employees abroad for 1-2 years to increase their knowledge and skills. 
These employees may feel a sense of normative commitment as a debt of gratitude to their organizations that have 
provided support throughout their overseas training. They can be willing to stay in the organization as a member of it 
with the logic “how I can leave my organization that has given so much effort to me” (Bakan, 2011: 116).  
The relationship between favouritism and sub-dimensions of organizational commitment was examined, there was a 
moderate and negative directional relationship with affective normative commitment (r = -.435, p < .01);(r = -.341, p 
< .01) .But there was no relationship between favouritism and continuance commitment (r = -.005, p > .01). Affective 
commitment is the commitment that workers feel at the rate in which they adopt their organizations’ values, goals and 
target (Bayram, 2005: 132). The fact that an employee has an affective commitment to the organization is shown as the 
psychological commitment to the organization and the identification to the organization (Fields, 2002: 44). In this 
context, the negative impact of school administrators favouritism behaviours on teachers will stop the school from 
realizing its goals and reduces teachers’ performances. On the other hand, in the normative commitment, the individual 
believes that he has a responsibility and liabilityto continue working in the organization. He feels that it is a duty to 
work in the organization and feels that it is right to stay in the organization or to be committed to the organization. 
Forthis reason, he feels compelled to stay in the organization and continue his membership (Allen and Meyer, 1990; 
Meyer et al, 2001). As in the affective commitment, in this dimension, when teachers are negatively affected by the 
favouritism behaviours of school administrators, this situation gives damage to teachers’ loyalty to schools. As to 
continuance commitment, it is a dimension of a person’s desire to stay in the organization. When the individual in this 
dimension continues to remain in the organization, he goes to an evaluation between the things it will gain to him and 
the things he will lose when he leaves the organization and he decides accordingly. 
While there was a moderate and negative directional relationship between planning subdimension of favouritism and 
affective commitment and also there was a low and negative directional relationship between planning and normative 
commitment(r =-.329, p < .01),(r =-.282, p < .01), there was no significant relationship between planning and 
continuance commitment(r =-.013, p > .01).In other words, if school principals favor while preparing weekly course and 
guarding schedules and planning the class and course delivery, this situation leads to a negative relationship with 
organizational commitment. This negative situation undermines teachers’ adoption of their school values, goals and 
objectives, and their staying as part of their school. It reduces teachers’ positive attitude towards work and negatively 
affects additional effort. On the other hand, it also weakens the sense of gratitude for teachers’ schools. 
While there was a moderate and negative directional relationship between organization subdimension of favouritism 
and affective commitment and also there was a low and negative directional relationship between organization and 
normative commitment(r =-.348, p < .01),(r =-.254, p < .01), there was no significant relationship between organization 
and continuance commitment(r =.026, p > .01). Namely, when school principals favor on the topics such as assigning 
teachers about social club work on specific day weeks/ to school boards, work division between teachers, giving 
teachers additional duties related to education and training, appointing teachers who will participate in the activities to 
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be held at the school, in the distribution of tasks assignments (in terms of workload), this situation negatively affects 
teachers’ organizational commitment. 
While there was a moderate and negative directional relationship between coordination subdimension of favouritism 
and affective commitment and also there was a moderate and negative directional relationship between coordination and 
normative commitment(r =-.464, p < .01), (r =-.344, p < .01), there was no significant relationship between coordination 
and continuance commitment(r = -.037, p > .01).That is to say, when school principals favor on the topics such as 
teachers’ violation of the rules (appearance, not attending the ceremonies,..etc), teachers in or out of the classroom on 
time or late, among teachers who do not perform their duties properly, allowing teachers, taking teachers’ complaints 
into account, …etc, teachers will agree that school administrators do not treat themselves fairly or equally and this 
situation reduces their commitment to the school.  
While there was a moderate and negative directional relationship between evaluation subdimension of favouritism and 
affective commitment and also there was a moderate and negative directional relationship between evaluation and 
normative commitment (r =-.441, p < .01), (r =-.372, p < .01), there was no significant relationship between evaluation 
and continuance commitment as seen in all the other dimensions (r = -.003, p > .01).In other words, when school 
principals exhibit the behaviour of favouritism on the topics such as the unions teachers are member of, genders of the 
teachers, political views of them, their vocational seniority, countries, barnches, offer of the teachers to be rewarded, 
punishment of teachers disrupting their duties, this situation reduces their commitment to the school. 
In the study, it was determined that there was a moderate and negative relationship between school administrators’ 
favouritism behaviours and teachers’ organizational commitment (r= -.359, p < .01). It was also determined that 
teachers’ organizational commitment behaviour decreased as school administrators’ favouritism behaviours increased. 
However, in a study conducted by Sezici and Yıldız (2017), it was found out that organizational cronyism had a 
negative and significant relationship with organizational commitment. In a study conducted by Okcu and Ucar (2016), 
based on teachers’ perceptions, it was determined that there was a negative and moderate relationship between the 
administrators’ favouritism attitudes and behaviours and teachers’ organizational commitment. In the study of Salcı 
(2015) called, “the effect of nepotism on organizational commitment; a field research in tourism businesses of Mersin 
province”, it was concluded that the loyalty of the employees to their organization decreased as the behaviour of 
favouritism increased. In another study conducted by Karakan and Yılmaz (2014), it was concluded that there was a 
decrease in the loyalty levels of the employees to the organization as the frequency of exposure to nepotism practices 
increased. The findings of these studies show parallelism with the present study findings. In the favouritism, when the 
employees feel different treatment, they can quit the work. This results in cost and human resources loss stem from staff 
change (Milgram and Roberts, 1988; extracted by Prendergast and Topel, 1996: 959). Working under the orders of an 
incompetent person for an employee who is subject to favouritism is a very annoying situation, and in particular when 
the wage system is injustice, this leads to the employees to break out of the organization (Bute, 2009: 737). The 
majority of teachers suggested that the practice of favouritism by principals lowered their motivation and 
morale/satisfaction, limited their opportunities for professional growth and advancement, constrained their sense of 
control and effort in classroom preparation, and reduced their interest and time commitment to extracurricular activities 
as well as routine school duties and responsibilities (Pounder and Blase, 1988). On the other hand, favouritism 
behaviours of school principals undermine the sense of justice among teachers at school and cause getting away from 
work, absence, low loyalty to work and organization, having a distance towards work and work stress. Nevertheless, job 
satisfaction and organizational trust negatively affects the morale and organizational commitment and there is a conflict 
between the teachers who are favored and other teachers. Briefly, teachers who think that their school administration 
practises favoritism and have a low commitment to their schools because of that with probably just dream of some 
things, and they will not be able to put them into effect.  
5. Recommendations 
As a result of the research, teachers think that favouritim exists in their schools at “sometimes” level and this is quite 
high for schools that we call educational organizations. Efforts must be made to reduce this level to “never” level. To do 
this, serious criteria should be brought for executive training, choosing administrator, appointment, promotion and 
evaluation (finishing post graduation and PhD programme on education management, etc). The provincial and District 
National Education Directorates of which the school directorates are affiliated should organize questionnaires to 
teachers from time to time to detect whether school principals are favoring or not and according to the results of these 
surveys, there should be one-to-one interviews with school administrators when it is necessary. 
In the survey, it was found out that there was a moderate and negative directional relationship between favouritism 
behaviours of school administrators and teachers’ organizational commitment. It was also determined that as 
favouritism behaviors increased, organizational commitment of the teachers decreased. Therefore, a transparent 
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understanding of management that does not ignore values such as justice, equality in which communication channels 
are open will increase teachers’ confidence and loyalty towards their schools. For this purpose, teachers and school 
administrators should be informed about the damages of favouritism for schools and the importance of organizational 
commitment through in-service training. As Rmanchander (2011) said, the problem of favouritism in organizations 
should be solved at the very first stage. Otherwise, this may result in reactions such as disliking workplace, keeping 
information, frequent discussions in the workplace, distrust, having an attitude against the boss or the favored 
employee, ..etc. 
On the other hand, the situation at the national level can be explained by conducting nationwide research on the subject. 
Research can be done by comparing public and private primary schools. Similar research can be carried out at 
universities. 
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